(2 uenoBeka), IJIsI MOMYYEHUS CMEKHOW mpodeccun (8 dYeTOBEK), MONYUHIH
cMexHyro npodeccnto. 10 denoBexk mpouuty o0ydeHHe 1Mo o0pa3oBaTEIbHBIM
nporpamMMmam 00ydJaromux KypcoB. 3a paOOTHHKaMHM, KOTOpBIE ObUTH Harpas-
JeHBl Ha y4ely, COXpaHANacCh CpeqHss 3apaboTHas IIaTa Ha OCHOBHOM MECTE
paboTHI Ha BeCh MepHOA 00yUeHHs. 3aTpaThl Ha OCYIIECTBICHHE MEPONIPHATHH
IO MOBBIIIEHUIO KBATN(HUKALUH U TPOHECCHOHATBHOMY O0Y4EHHIO TTepcoHaa
B 2018 r. cocraBunu 14022,94 py6.

Oco6oe BuuManne B OAO «bapaHOBHUYXJI€00IPOIYKTY YAEISIETCS Opra-
HU3aLMOHHBIM W TEXHUYECKHM MEPONPUATUSIM, HPEITyCMOTPEHHBIM JEHCT-
BYIOIIMMH HOPMATHBHBIMHU JIOKYMEHTaMH, 110 NPO(UIAKTUKE MTPOU3BOACTBEH-
HOTO TpaBMaTH3Ma U NpodeccHoHaIbHBIX 3a0oneBanuid. B 2018 roxy Hecuact-
HBIX Clly4aeB Ha IPOU3BOJICTBE HE 3apErHCTPUPOBAHO. ExxeMecsaqHO mpoBOsT-
Csl THM OXpaHbl TPyZAa U NMPOMBIIUIEHHOH 0e30NMacHOCTH; BeeTCs J1abopaTop-
HBIIl KOHTPOJIb 32 (pAKTOpaMH HMPOU3BOJCTBEHHOHM cpelpl Ha paboumx MecTax
(ury™m, 3ambIIEHHOCTH, OCBELICHHOCTh, YPOBEHB JJICKTPOMAarHUTHOTO H3ITyde-
HHS); OCYIIECTBISIETCS €KETOAHOE 00y4YeHHEe BCeX PAOOTHUKOB MO OXpaHE TPY-
Jla, TI0KapoB3PHIBOOE30MIaCHOCTH M JIMKBHAAUK aBapuil. Ha komOuHate neit-
CTBYIOT 33 MHCTPYKIIMH 110 OXpaHE TPy/a.

Taxum 06pa3om, Ha KOMOHHATE yIEISIETCs Cephe3HOE BHUMAHHNE PAa3BUTHIO
Ka/IpOBOTO MMOTEHIIMANIA U PECYPCOB JIMYHOCTH. DTO 00ECHEUUBACT yIOBJIETBO-
peHune noTpeOHOCTH B KaJpax, X 10100p, PACCTaHOBKY U MpojBHkeHue. Mme-
€T MECTO HelpepbIBHOE OOHOBJIEHHE 3HAHHH MepcoHalla, KOOPAMHAIMS MOBe-
JieHUs1 pabOTHHKOB, yJIy4llIeHUE YCIOBHH TPYZa.
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2. I'ocynapcTBeHHas: porpaMMa pa3BUTHS arpapHoro ousHeca B Pecry0-
nmuke benapycs Ha 20162020 roael. — Munck : 2016.
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AHHoTanmsi: B craree omucaHBl pojib M 3Ha4YCHHE NPOQECCHOHATILHOTO
00ydeHus, CIIy)>KeOHOT0 M KapbepHOTO POCTa MEepPCOHala, TO eCcTh TeX (aKTo-
POB, KOTOpBIE CIIOCOOHBI BIUATH Ha (JOPMUPOBAHUE HPOPECCHOHATIBHBIX KOM-
NETeHIMH KaXI0ro 3aJelCTBOBAHHOIO pabOTHUKA Ha mpeanpustiu. Onpene-
JICHO, YTO PYKOBOJICTBO NPEANPHUSATHS JOJDKHO ObITh 3aMHTEPECOBAHO B Pa3BU-
TUHM NPO(eCcCHOHAIBLHBIX KOMIIETEHIINI MepcoHala, KaK ompenelstomero dax-
Topa (OpMHPOBaHMS €ro MHTEJIEKTYaJIbHOIO KalHuTalla ¥ MHTEUIEKTyaJIbHOU
LIEHHOCTH.

Abstract: The article studies the role and importance of professional train-
ing, career and career growth of personnel, that is, those factors that can influence
the formation of professional competencies of each employee involved in the
enterprise. It was determined that the management of the enterprise should be in-
terested in the development of professional competencies of personnel, as a de-
termining factor in the formation of its intellectual capital and intellectual value

Introduction. The real value of the organization is human resources, which
with the help of their competencies — a set of knowledge, skills, abilities, and
other abilities form intellectual capital.

Given that the economy of the future is a knowledge economy that requires
adequate staffing, effective management of professional competencies of the
company's staff in order to increase the value of intellectual capital, which, in
fact, is a source of competitive advantage, is certainly high, that and determines
the relevance of the topic of the presented study.

The main part. In market conditions, one of the determining factors in the
development of the enterprise is its staff. The company should promote the pro-
fessional development of its employees, as staff development ensures the de-
velopment of the company.

At the present stage of market development, the main value and advantage
in competition is the quality of human capital. Obviously, the greatest attention
should be paid to issues of development, professional training, career and ca-
reer growth of staff, ie those factors that can affect the competence and compe-
tence of each employee in the company, so the constant improvement of com-
petencies and training of its employees is one of the important factors of its
success [7].

Theoretical and applied provisions related to the study of personnel compe-
tencies and their management are covered in the works of domestic and foreign
scientists: Hamel G., Mol MJ, Dzinkowski R., Fazlollahtabar H., Shirazi B.,
Porramezan Ganji A., Fletcher W., Semiv LK, Maznev G. and many others. In
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the works of these and other scientists revealed the classification of staff com-
petencies, highlighted the advantages and disadvantages of the use of certain
methods of improving competence and professional development and training
of employees. Despite numerous developments in this area, the factors of for-
mation of professional competencies of the staff are insufficiently described.

Modern economic and management dictionaries interpret professional
competencies as the personal ability of an employee to solve certain types of
professional tasks.

On the contrary, foreign scholars consider professional competencies in a
slightly different perspective, in particular, as personal abilities and personality
characteristics necessary for the successful conduct of not any professional, but
only managerial activities [1-4]. If we take into account this point of view, we
can reduce professional competencies only to the successful implementation of
management functions, which give the desired effect in the form of achieving
the target results set by the owners to the company.

In our opinion, this is a very simplified interpretation of professional com-
petencies, which is not a source that shapes the success of the enterprise.

Professional competencies are, on the one hand, a complex characteristic
of knowledge, skills and abilities, and, on the other hand, professional are spe-
cial characteristics of the labor potential of an individual employee, which with
proper motivation and incentives bring tangible benefits to the company.

For the formation of professional competencies of the labor or manage-
ment unit requires a wide range of knowledge not only scientific but also so-
cially conditioned. Thus, the combination of socially conditioned and scientific
knowledge that a person will receive from birth to the moment of entering the
labor market should be considered as an initial set of knowledge that will pro-
vide a person with any employment and allow receiving income that can meet
at least physiological needs. At the same time, the dependence of motives for
obtaining knowledge on internal and external stimuli at this level is always stat-
ic. In other words, a person cannot carry out normal life without food, energy,
housing and property resources [10]. To obtain these resources, you need any
employment that will be a source of income for the purchase of resources.

Under the sum of professional competencies of the company's staff, we
propose to understand a set of critical for the performance of job responsibili-
ties, as well as general and additional competencies that comprehensively me-
diate the dynamics and structure of intellectual capital [5, 6, 9]. It follows that
the high quality of intellectual capital of the enterprise will be under the follow-
ing conditions:

- competencies of the strategic hierarchical level form the maximum con-
tribution;

- operational level competencies form a significant contribution;
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- competencies of the tactical level form a minimum contribution [8].

In the reverse structure, which forms the sum of professional competencies
of staff, the quality of intellectual capital of the enterprise can be considered
low. Thus, considering the main factors that contribute to the formation of pro-
fessional competencies of staff and the impact of this competence of employees
on the state of intellectual capital, it should be noted that:

» knowledge, skills, abilities and other abilities of employees must be in
constant dynamic development, be consistent with the strategic objectives of
the enterprise;

» management and business owners should be directly interested in the de-
velopment of professional competencies of staff, as it is the main source of in-
tellectual capital and intellectual value of the enterprise [3, 10].

Conclusions. Modern enterprises focused on long-term, competitive and
sustainable development need to move from disparate to systemic methods and
models of professional competence management of employees in order to in-
crease the value of intellectual capital and use it to create unique competitive
enterprises and increase its intellectual value.
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NHHOBAIIMOHHBIE MOAXOJAbI K MOTUBALIMU KAK ®YHKIIUHN
MEHE/KMEHTA

KaioueBble ciioBa: MOTHBAIMs, HHHOBAIIMOHHBIN MOAX0MA, (QyHKIUS Me-
HE/DKMEHTA, IePCOHAJ, OPraHU3aIHs.
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AnnoTauusi: OO0CHOBAaHO aKTyallbHOCTh BHEJIPEHUSI CUCTEMBI MOTHBAIIH
nepcoHaIa OpraHu3aun «X31U-MeTo/», KOTOpas OCHOBaHA Ha aHamu3e PabOThI
u ee oieHke. [IpoaHanu3upoBana 3()(GEKTUBHOCTh BHEIPEHHS HA MPAKTHKE
Teopuu MakkJienaanaa, OCHOBaHHAs Ha BJIACTH, yCIeXe W mpuvactHocTH. JJoka-
3aHO MPUCYTCTBUE MPHUBBIKAHUS KaK OTPULATENHLHOTO ddderra TpaguinoHHbIX
CMOCOO0B MOTHBAIIMU U HEOOXOJAMMOCTH Pa3BUTHS CHUCTEMbI CAMOMOTHBAIIUU
nepcoHara.

Abstract: The relevance of introducing the Hay-Method organization per-
sonnel motivation system, which is based on an analysis of work and its evalua-
tion, is substantiated. The effectiveness of the practical implementation of the
McClelland theory, based on power, success and involvement, is analyzed. The
presence of addiction as a negative effect of traditional methods of motivation
and the need to develop a system of staff self-motivation is proved.

B Hacrosimee Bpemst cymecTByeT mpobiema 3(h(heKTHBHONW MOTHBAIIH CO-
TPYIHHUKOB B PAa3JIMYHBIX OPTaHU3ALMIX. Y IMPaBWIBHONH MOTHBAIMM CYIIECT-
ByeT HECKOJIbKO IpenMymiecTB. Hampumep, nogdnHeHHbIE OyOyT BBITOIHATH
paboTy Oojiee CIUIOYEHHBIMH, KAYECTBEHHEE, MOYKHO YMEHBIIUTh CPOK BBIIOJ-
HEHUs! pabOThI, YTO ABISETCS CYIIECTBEHHBIM.
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